ORGANIZATIONAL   QUALITIES

I told her not to worry so much about the techniques of the
training department, but to have a frank talk with her
chief on organization principles.

Here is the way I would have answered the questions
on this case:

(a)   Little interest in training department activities by works
management and supervision.

(c)   Those who could utilize trained labour most, i.e.  the
production departments.
(d)   On the basis of (c) obviously the works manager would be
more suitable a person to control training than the chief
engineer.    He could take over existing training personnel
as  a beginning which would probably be  enough to
persuade his subordinates to use it more fully.
(e)   Alternatively, further consideration might be given to
making "training53 part of the personnel function, so that
selection, engagement, training and allocation to depart-
ments are all part of one man's responsibilities.    If the
personnel manager reports to the works manager then
(d) applies.   If not, then consideration might still be given
to the possibility of a greater "acceptance" of training
by  production  supervisors,  if it  was   taken  over   by
personnel, even though the latter function was not under
direct control of works management.
(/) The lines of contact would obviously be shortened by
both (d) and (e), with (e) probably best. The chief
engineer should be able to fill the gap by concentration
on his main job, which really is rather apart from
"training."
THE    RELATIONSHIP    BETWEEN    ^DIRECT",
"SERVICE" AND  "ADVISORY''  PERSONNEL
In every industrial unit we have the so-called "direct"
supervisors controlling machine shop, assembly, etc., i.e.
all personnel engaged on fabricating the products of the
company.   There are the "service" supervisors, controlling
such functions as maintenance, tool making, inspection
and canteen.   Then there are the "advisory" supervisors,
controlling functions like accounts,  personnel,  medical,
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